Abstract
Introduction
Organizations of today compete on the basis of productivity and creativity of their human resource (Carmeli & Schaubroeck, 2007; Wang, 2016) . Creativity "…the production of novel and useful ideas by an individual or small group of individuals working together" being the competing force has been emphasized both on individual and organizational levels (Amabile, 1997; Mumford, Scott, Gaddis, & Strange, 2002) . Previous literature has witnessed that creativity has been measured as an outcome: creative performance (e.g. Jing, 1998; Madjar, Oldham, & Pratt, 2002; Shalley & Perry-Smith, 2001; Tierney & Farmer, 2002) , but employee creative involvement (CI) "…the extent to which an employee engages his or her time, effort and resources in creative process associated with work" has not been given due importance (Atwater & Carmeli, 2009; Carmeli & Schaubroeck, 2007) .
CI is important as it becomes the basis for innovation and creative performance (Carmeli & Schaubroeck, 2007; Mumford et al., 2002) , but how and when employees get involved creatively is unknown (Atwater & Carmeli, 2009) . While looking at the factors that influence employees' creative attitudes Ekvall (1996) commented that creativity requires high energy, continuous efforts which should be backed by supportive and reassuring environment. Supportive environment should always hold culture of support and favors from all the parties i.e. organization, supervisor/s and peers (Ahmed, Ismail, Amin, & Nawaz, 2013) .
These social exchange relations have been noticed to have many positive outcomes e.g. job involvement (Cheng, 2011; Rhoades & Eisenberger, 2002) , entrepreneurial behavior (Zampetakis, Beldekos, & Moustakis, 2009) , innovative behavior (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001 ), but its link with creative involvement is missing (Atwater & Carmeli, 2009 ).
Furthermore, the previous studies have linked only one dimension of social exchange e.g. organizational support (e.g. Eisenberger et al., 2001; Zampetakis et al., 2009) , or leader-member exchange (Atwater & Carmeli, 2009; Wang, 2016; Zhao, 2015) , but none of them has focused on other social exchange relations like social support (i.e. supervisory support and coworker support). Furthermore, there is a dearth of literature linking social support with either creativity or creative involvement as (Atwater & Carmeli, 2009) pointed that "……..possible way is to more carefully draw upon research on high-quality interpersonal relationships at work" and "……..more studies are needed to fully understand the complex relationship between leadership and creativity". (Benton, 2013 ) also values the role of social interaction in enhancing the creativity and believes that in social settings individuals' interaction with fellow beings work as a source of capital, which may offer returns in shape of creativity. Cheung (2014) called social exchange as a way to embed employees to the workplace, offering creativity as an outcome. (Zivnuska, Kacmar, & Valle, 2017) valued the role of social exchange in increasing employees' developmental and promotional focus. They argued that social exchange foster new ideas and growth. Thus this research endeavor entails the existing gap and attempts to uncover the relation between social support (here supervisor and coworker support) variables and creative involvement.
Both supervisory support and coworker support are important ingredients of supportive environment at work (Ahmed, Ismail, Amin, Ramzan, & Khan, 2012) . Supervisory and coworker support is defined as the perception of employees that their supervisor or coworkers value their contributions and care for their wellbeing.
Creativity has been noticed to be the outcomes of some specific offerings both from the individual (e.g. personality, attitudes) (Zampetakis et al., 2009 ) and organization (culture, environment, feedback, and rewards) (Oldham & Cummings, 1996; Stokols, Clitheroe, & Zmuidzinas, 2002) When employees feel that the supervisor and coworkers are supportive, he/she feels that the environment is supportive for creativity and he/she will perform creatively (Wang, Xue, & Su, 2010) . This association can be explained by the social exchange theory (Blau, 1964) , and norm of reciprocity (Gouldner, 1960) . Social exchange theory assumes that exchange relations exist between interacting parties, where one party favors the other which creates a reciprocity norm for the recipient party. It is further assumed that the reciprocal favors always create an everlasting exchange process thus benefiting both the parties (Ahmed et al., 2012; Blau, 1964) . This study also assumes that support offered by supervisor and coworkers creates positive perception in the minds of employees and they reciprocate it with the creative involvement. Kahrobaei and Mortazavi (2016) further commented that the mechanism between social exchange relations and creative involvement should further be explained. Valuing this call, this study entailed the role of energy "…….the feeling that a person is capable of and eager to engage in a particular behavior or undertake a task" (Dutton & Heaphy, 2003) , in explaining the association of social support and creative involvement. Atwater and Carmeli (2009) commented that provision of support and better exchange relations make employee reciprocate with something positive and valuable, thus energize them.
The one possible way to reciprocate such favor is through the creativity and creative involvement. Ahmed, Ismail, and Amin (2014) also valued the role of energy and employee zeal in predicting the employee creative attitude. This study also values this association and assumes that social support will energize the employees to work creatively and depicts higher creative involvement. Thus this study covers two major consideration (i) the role of social support (social and coworker support) in energizing employees and (ii) role of energy and social support in employee creative involvement.
Furthermore, this study entailed the investigation of IT firms, as they are one of the most knowledge intensive firms and work on the principle of creativity. IT firms are involved in day to day processes and techniques of innovation (Anxo & Storrie, 2001 ). The nature of such firms is intangible, heterogeneous and perishable (Hislop, 2005; Jong & Hartog, 2007) , thus require continuous and creative improvements (Anxo & Storrie, 2001 ) which can only be achieved by employees' creative behavior and outlook (Jong & Hartog, 2007) . Thus studying the antecedents of employee creative involvement is a valuable contribution in such firms.
Theoretical Triangulation
These proposed associations are investigated by using theoretical triangulation (three imperative theories). Theoretical triangulation is useful as it helps in using various lenses to investigate the problem (Altrichter, Feldman, Posch, & Somekh, 2008; Denzin, 1978; Thurmond, 2001 ).
According to Banik (1993) in such form of triangulation both competing and supporting theories can be used, which enables researchers to get echoing and broader understanding of the problem. The first theory used is componential theory of creativity of Amabile (1983) , which entails that creativity is function of personality and cognition, where intrinsic motivation plays a pivotal role in enhancing the creativity.
This study entails intrinsic motivation and cognition as the source of creativity, as social exchange relations have been noticed to be the source of intrinsic motivation (Amabile, 1997; Atwater & Carmeli, 2009 ). Secondly, this study focused on supervisor and coworker support as the social exchange relation, as they can foster the level of energy and creative involvement (Dutton & Heaphy, 2003) .
Finally, it entails Quinn and Dutton's (2005) theory of coordination which proposes that interaction among people increases their vitality and energy and makes them work differently/creatively. Following section covers the literary background of the proposed association followed by hypotheses development and methodological stance.
Literary Background and Hypotheses Development

Supervisory Support, Coworker Support and Creative Involvement
Creativity is believed to be the outcome of a supportive environment (Ekvall, 1996) , where support and favors from all of the interacting parties determine the perception of supportive environment (Ahmed et al., 2012; Stokols et al., 2002) . In contemporary working environment firms tempt to be creative, which is largely dependent upon employees' creativity which is an offshoot of leader and organizational support or creativity. Thus, it is the organization and leadership that can foster creativity in organization (Ghosh, 2015) .
Meta-analysis of Liu, Jian, Shalley, Keem, and Zhou (2016) also found that out of major determinants of creativity, social exchange and social support is one of the most important and significant. When employee will feel that the supervisor and coworker are supportive, he/she will feel that the environment is supportive for creativity and he/she will perform creatively (Wang et al., 2010) . Stokols et al. (2002) and Chen, Yien, and Huang (2011) also noticed same results in the USA and Taiwan.
Previous studies focused on creativity but most of them did not emphasize on creative involvement instead. This study proposes that when employees feel that they have supportive environment in shape of supervisor and coworker support, they reciprocate it with positive and increased involvement towards creativity and creative processes. This
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Both Social exchange theory and norm of reciprocity assumes that there exists social exchange between interacting parties, where favor and support from one party in-debts the recipient to return the favor positively. It is further assumed that the reciprocal favors always create an everlasting exchange process thus benefiting both the parties (Ahmed et al., 2012; Blau, 1964) . Theory of coordination presented by Quinn and Dutton (2005) also states the creativity is a "…interplay of speech, acts and energy" (p. 79), where positive engagement of people increases their affection, autonomy and support perception and helps them work creatively. Liu et al. (2016) meta-analysis also proved that social exchange relations (explained through social exchange theory, organizational support theory, leader-member exchange theory) are important predictors of workplace creativity. Thus it could be useful to infer that social relations (e.g. social and coworker support) are important predictors of creativity. While the linking role of social exchange at work, Ahmed et al. (2014) reported a positive relation between social exchange and employee creativity. Thus this study also entails social exchange relations as the cause of creative involvement, which is hypothesized below:
H1: Supervisory Support can positively predict employee creative involvement
H2: Coworker Support can positively predict employee creative involvement
Supervisory Support, Co-worker Support, and Feeling of Energy
Quinn and Dutton's (2005) theory of coordination explains the association of interpersonal relations and energy, as it is described "…….interplay of speech, acts and energy" (Quinn, 2007, p. 79 ). This theory proposes that positive engagement among people creates feelings of belongingness, autonomy, affection and competence which lead to an increased level of energy (Quinn & Dutton, 2005) .
Quinn (2007) further commented that social relations can positively influence the level of energy, as these relations bring zest and vitality, which is the basis for creativity and energy. Atwater and Carmeli (2009) also commented that level of energy is exceptional when the interaction is regular. This notion can be applied to the interactional association of the employee with supervisor and coworker.
Provision of support from supervisor and coworkers will result in an increased level of affection, belongingness and energy. This notion can also be explained with social exchange theory of Blau (1964) , which proposes that support from supervisor and employees will create a moral binding between the parties and the recipient will reciprocate this support with positive outcomes. Energy can be a reciprocal outcome of support offered by supervisor or coworkers. This association has not been investigated in past but Cattani and Ferriani (2008) proposed such association by commenting that"…….there has been virtually no systematic theoretical work probing the social network foundations of individual creativity" (p. 838). Thus following relations are hypothesized:
H3: Supervisory support can positively predict employee feeling of energy H4: Coworker support can positively predict employee feeling of energy
Feeling of Energy and Creative Involvement
Creativity is found to be a function of time and energy (Amabile, 1983) . Welbourne, Andrews, and Andrews (2005) also captured the significance of energy by commenting "….motivation at work is really about employee energy" (p. 56). Association of energy and creativity is mandated by various creativity models e.g. Isen and fellows' "impact of positive effects on cognitive abilities and activities model" (Isen & Nowicki, 1987; Isen, 1999) ; Broaden-and-Build theory of positive emotions of Fredrickson (2003) ; and Socially embedded model of thriving at work (Spreitzer, Sutcliffe, Dutton, Sonenshein, & Grant, 2005) . Isen and Nowicki (1987) presume that presence of positive affects influence the cognition as they commented that "positive affect gives rise to enlarged cognitive context….." (p.222). Further investigation proves that positive affect encourages resourceful, flexible and open cognitive processes, which becomes basis for creativity (Isen, 1999) . Amabile, Barsade, Mueller, and Staw (2005) further strengthened the view by commenting that positive affect brings cognitive variation and broaden cognitive association. Feeling of energy is considered as a positive affect which offers positive returns or cognition in shape of creativity and creative involvement (Atwater & Carmeli, 2009 ). Similarly, Broaden-and-Build model of positive emotions also suggests that positive emotions offer increased creativity as they reduce reaction time, increase the response propensity, and offers novel ways to reach to a conclusion (Fredrickson, 2003) . Oldham and Cummings (1996) also commented that individual's positive emotions and willingness can increase the excitement for creative performance of a task, thus increases their involvement towards creative work. Liu et al. (2016) meta-analysis attempted to find out the antecedents of creativity and found that literature proves the motivational factors as the prime sources of creativity. Atwater and Carmeli (2009) and Kark and Carmeli (2009) also proved this association empirically. Ahmed et al. (2014) also proved the association through empirical investigation and found that its energy that makes employees work creatively, thus increases their creative involvement. Both the previous models help us conclude that energy is vital for creativity and creative involvement.
Yet, Spreitzer et al. (2005) socially embedded model of thriving advocates that there are always some enablers (thriving enablers) which affects the psychological states of individuals. These enablers stem from the social associations and bindings among people, as these interactions create energy (Dutton & Heaphy, 2003) . These relations become the basis for "zest or vitality", which is the basis for energy (Miller & Stiver, 1997) . Atwater and Carmeli (2009) commented that the level of energy is exceptional when the interactions are frequent and regular. Quinn (2007) further strengthened this view by emphasizing the role of social interactions as energizer, enabler, zeal and zest in predicting the creativity. Cattani and Ferriani (2008) also gauged the issue of creativity and emphasized on the positive social interactions. The above mentioned literature proves that energy works as an affect or zest in predicting creativity, thus we hypothesized following relation: H5: Feeling of energy positively predicts employees' creative involvement As discussed earlier both supervisor and coworker support can positively predict creative involvement (H1 & H2) and feeling of energy (H3 and H4), while feeling of energy also predicts creative involvement
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Respondents and Data Collection
This study entails the investigation of thirty two IT firms, located in Lahore, Pakistan; covering sixty four teams (two teams from each firm). The companies were medium sized firms employing 35-55 employees. These teams were led by a team-leader and employed three hundred and thirty nine employees. The selection of team was done with the help of HR department of respective firm. An approval letter was taken from respective authorities before investigation. These teams employed individuals with varying job titles and designations.
Participants were requested to complete research survey at two points of time (T-1= May, 2012 and T-2=August). Employees were inquired for their perception of supervisor and coworker support at T-1, while at T-2 employees responded for their feeling of energy while teamleaders responded for employee creative work involvement.
Self-administrated questionnaire were used as a medium of data collection at both phases of the study. An attempt was made to cover all of the teams. From each team three employees were selected using simple random sampling techniques, thus one hundred and ninety two questionnaire were distributed to selected employees at T-1, out of which only one hundred and eighty nine completely filled questionnaires were received back. These questionnaires were coded with the help of respective HR department and saved for the next phase of study.
At T-2, only those employees were contacted who have already filled the questionnaire at T-1, this time only one hundred seventy nine questionnaires were received back as ten employees were either at leave or absent from duty. Furthermore four questionnaires were either incomplete or carelessly filled, thus considered redundant. Finally, we had one hundred and seventy five completely filled questionnaires for both T-1 and T-2.
Majority of the respondents were male (two hundred and thirteen), while the rest were female (fifty nine), with the average age of 32.56 years (S.D., 8.12), and average tenure of 5.30 years (SD, 2.65). Majority of the respondents were at lower level jobs (one hundred forty two, 59.41%), while rest were linked with middle level jobs (ninety seven, 40.59%). Forty two percent of the respondents held bachelors' degree while only fourteen percent had masters' degree or above, while the rest were having certification of lower degrees.
Measures
The measures of supervisory and coworker support were operationalized from three item scale of Yoon and Lim (1999) , for instance, "my supervisor/co-workers can be relied upon when things get tough on my job". It was noticed as suitable measure with acceptable value of internal consistency (α=0.70 and 0.78 respectively). Feeling of energy was operationalized with the eight items scale of Atwater and Carmeli (2009) and its exemplary items include: "The work in this organization gives me positive energy". It was found to be a good measure with high reliability (α =0.97). Tierney, Farmer, and Graen (1999) nine item scale was used to operationalize creativity at work. It was also useful scale with higher internal consistency (α=0.89). It included items like: "……….. demonstrated originality at work". All the scales were operationalized at five point scale ranging from 1-strongly disagree to 5-stronlgy agree.
Control Variables
Previous studies showed that various demographical variables have significant influence on creativity, e.g. Atwater and Carmeli (2009) commented that gender, education and type of job significantly influence the level of creativity and creative involvement. Oldham and Cummings (1996) also commented that tenure can significantly influence individual's creativity. Thus all the above mentioned variables were controlled in the process of inquiry.
Data Analysis
In order to investigate the hypothesized associations we used structural equation modeling, as it can test both confirmatory analysis and hypotheses testing simultaneously (Hair, Black, Babin, Anderson, & Tatham, 2006; Nunnally, 1978) .
We used goodness of fit indices described by Hair et al. (2006) which includes assessment of chi-square, GFI, AGFI, CFI, NFI, NNFI and RMSEA (see table-3 for their standard values).
Avoidance of Common Method Biasness
To avoid the issue of common method variance data was collected at two points of time and from two respondent groups. Furthermore, instructions of Podsakoff, MacKenzie, Lee and Podsakoff (2003) were used to investigate the said issue (see annexure-A for details). Table-1 contains the information about descriptive statistics (Mean, standard deviation), reliability (Cronbach's alpha) and correlational coefficients. It is evident that all the values of internal consistency fall in acceptable limits (>0.70) Hair et al. (2006); Nunnally (1978) . A look at the bivariate correlation shows that supervisor and coworker support are positively correlated with both feeling of energy (r=0.585, p<0.001; r=0.593, p<0.001 respectively) and creative work involvement (r=0.446, p<0.05; r=0.416, p<0.05 respectively), thus support our hypothesized association (H1-H4). It is also evident that supervisory support is better predictor of creative involvement, but coworker support can better predict energy. These relations are further investigated in the following sections.
Results
Descriptive Statistics
Preliminary Analysis
Before testing hypothesized relations through structural models, we sought to measure the construct validity of the constructs (all the measures given in annexure-B). A measurement model was analyzed through confirmatory factor analysis shown in table 2, which offered factor loading and construct validity as an output (Atwater & Carmeli, 2009) . The model showed acceptable fitness where all model fitness indices were much above the standard (χ 2 =765, df =309, GFI=0.976, AGFI=0.923, CFI=0.965, TLI=0.952, IFI=0.942, RMSEA=0.03). Factor loadings for all of the items were acceptable (0.69-0.91, p<0.05). The next step was to analyze the measures for its construct (convergent & discriminant) validity. All the scales were found to be good at both convergent validity (AVE > 0.50) (Hair et al., 2006) and discriminant validity (as the correlation of all the constructs were 0.12-0.29 <0.85) (Kline, 2005) . This helped us proceed further with model testing and path analysis.
Path analysis
Structural equation modeling (SEM) was applied to investigate the hypothesized relations.
SEM is recommended because of its ability to use both factor analysis and multiple regressions instantaneously (Hair, et al., 2006) . Model fitness indices recommended by Hair et al. (2006) were used as the standard, presented in table-3. It is evident that the structural model was perfectly fit, thus we proceeded further with path analysis.
Results of hypotheses testing (path analysis) are shown in Table- 4 and Figure-2 . It is evident that the model is making significant contribution in creative work involvement (r 2 =0.521, p=0.000<0.001). Both figure-2 and table-4 represent the standardized path coefficients. It is evident that both H1 and H2 are supported as supervisor support (SS) and coworker support (CS) positively predicts creative work involvement (CWI) (β=0.20, p<0.05; β=0.19, p<0.05 ).
Further investigation shows that both SS and CS also predicts the feeling of energy (β=0. 45, p<0.001; β=0.49, p<0.001) , which ultimately predicts CWI (β=0.51, p<0.001), helping us conclude that all other hypotheses are also supported (H3-H5). These results supported our assumptions that social exchange relations can foster energy and creative work involvement.
This study also hypothesized mediational role of FE in explaining the relationships of social exchange (SS & CS) and CWI (H6 & H7 respectively). All these mediational associations were also tested through SEM (Hair et al., 2006) . Table-5 shows the results for mediational analysis, where it is evident that indirect effects of SS & CS over CWI are greater than the direct effects (0.23>0.20, and 0.25>0.19 respectively).
Furthermore, all the paths are significant. Thus both H6 and H7 are supported as FE acts as a partial mediator in the relationship of social exchange relations and CWI (Ahmed et al., 2013; Hair et al., 2006) .
Discussion
This study covers some unexplored dimension of social exchange and creativity relation. The foremost is to have a look at the unexplored link of social exchange relations (supervisor & coworker support) and creative involvement. Furthermore this study aimed at looking the mediational role of feeling of energy in explaining the association of social exchange and CWI. Previous studies like Atwater and Cattani and Ferriani (2008) highlighted the need of investigation of social relations at work and their role in creativity and creative involvement. The results of current study confirm our assumption that social exchange relations foster creativity (creative involvement in this study), these results are consistent with previous studies on exchange relation and creativity association e.g. Atwater and Carmeli (2009) ; Cattani and Ferriani (2008) ; Carmeli and Schaubroeck (2007) ; Chen et al. (2011); Mumford et al. (2002); Oldham and Cummings (1996) ; Stokols et al. (2002) ; Wang et al. (2010) . All these studies have witnessed the significant role of social exchange relations and creativity, but none of them focused on social support (supervisor & coworker support) in predicting creative involvement.
This research also concluded that social exchange relations actually work as the source of energy (feeling of energy), which is the basic premise of "effects and cognitive abilities model" of Isen and Nowicki (1987) ; Broaden-and-Build theory of positive emotions of Fredrickson (2003) ; and socially embedded model of thriving at work presented by Spreitzer et al. (2005) . These findings also strengthened the theoretical perspective of Quinn's coordination theory (2007) , which proposes that social coordination and alingnment work magically in predicting creativity at work.
Furthermore, these results strengthened the theoretical stance of social exchange theory, which proposes that presence of exchange relation in-debts recipient to reciprocate favorably. Thus, this study helps us investigate the issue of social relations and creativity with the lenses of theoretical triangulation. All the theories work well to explain the association of social support and creativity (Altrichter et al., 2008; Thurmond, 2001 ).
Here it is evident that when employees feel that they are supported by their supervisor and coworker they depict high involvement in creative tasks. This study also offered a distinctive (mediational) role of energy in the relationship of exchange relations and creative outcomes. This relation has not largely been investigated in the past studies.
This study also adds value by offering an insight of the Pakistani organizations; where it is witnessed that culture is traditional, employees have no opportunities for personal growth and development and are not largely encouraged to work creatively Hussain and Yousaf (2011) . But a look at the IT industry, Shahzad, Iqbal, and Gulzar (2013) reported that IT sector has decentralized structure, where teams form the operational units and having modernized techniques and thinking styles, which enables employees to work well.
The determinants of innovation and creativity, Hassan, Shaukat, Shakeel, and Imran (2012) valued the worth of organizational culture (i.e. mission, values, learning & empowerment, and employee trust) as the important forces that foster creativity in Pakistani organizations.
As previous studies have worked on culture and its values, but a gap was left unattended covering the role of support at work (supportive culture) and its influence on creativity. This study adds value and attempts to provide an evidence for that unattended area. Results of current study also enlightens the existing body of knowledge by highlighting the value of social relations at IT firms and its influence on employees' creativity, the most important parameter of performance in the said sector.
Implications, Limitations and Future Directions
As the study covered some new and unexplored dimensions it offers some useful implications of the study. One of the most important implications of this study is to highlight the significance of social exchange relations in nurturing creativity at work. This study values the contribution of social exchange relations which could be exploited to win creative involvement of employees. Organizations can use social exchange relations to foster the creativity, which is the basis of strength in current organizations. This study proves that creativity is led by energy which is the prime outcome of social relations.
When social relations are strong, organizations will be rewarded with energized employee, which will ultimately increase the involvement of the employees in creative tasks. Along with some competitive offerings, this study is prone to some limitations. This study covers only IT firms but this study can be extended to other sectors. Another future consideration could be to investigate the creative look at groups and organizations. Future studies could also investigate the link of social relations, creativity and entrepreneurial venturing (Zampetakis et al., 2009 ).
Another future direction could be to have a look at the role of organizational support (organization-employee exchange relation) and its role in nurturing creativity. Furthermore, personal characteristics are also important determinants of creativity and creative involvement (Atwater & Carmeli, 2009) . Social exchange relations and creativity can also be linked with organizational learning culture as learning is the basis for creativity.
Conclusion and Contribution
This research offers good results to conclude the significance and link of variables of interest. It is evident from the results that social exchange relations are the prime force which can foster both energy and creative involvement of employees. These results prove that when organization is focusing on creativity and creative involvement of their employees a focus should be given to social exchange relations. When organization is able to foster the social links and bindings the creativity outcomes are obvious. This study also shows that how social exchange relations lead to creativity by focusing on the energy and its significance.
